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1. INTRODUCTION 

Human resource is one of the most critical elements that organization must manage to achieve 
organizational goals. Organizations with skilled human resources have the strength to face competition [1]. 
According to Mathis and Jackson [2], human resource is the formal systems in an organization designed to 
achieve organizational goals effectively. Employees face various demands and work pressure to compete in 
achieving organizational goals. Working environment, work demand, workload, organizational rules, 
and even family demands, can contribute in developing work stress for employees [3]. 

High level of work stress could negatively impact the organization [4]. According to Fako [5], 
employees with high level of work stress will withdraw from the stressor by creating problems for the 
company such as showing performance inefficiency, wasting operational resources, and causing work 
constraints for other employees. Meanwhile, Luthans [6] stated that the impact of work stress could threaten 
and disrupt employees by causing irritability, emotional instability, non-cooperative behavior, and sleeping 
difficulty. Mohsan, Nawaz, and Khan [7] found that a high level of work stress will negatively impact 
employees and harm the organization. 

According to Luthans [6], stress is the body's response that is not specific to each demand or burden. 
Ivancevich, Konopaske, and Matteson [8] defined stress as the interaction between an individual with his or 
her environment - adaptive responses connected by individual differences and psychological processes as 
consequences of external actions, situations or events that place excessive psychological and physical 
demands on someone. Stress is a condition that suppresses a person's psychological state when there are 
barriers that limit them pursuing an opportunity [9]. 
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The effect of workload on work stress 

Excessive workloads can cause tension and mental and physical fatigue, resulting in work 
stress [10]. According to Krantz, Berntsson, and Lundberg [11], excessive workloads can increase work 
stress and employee complaints about shoulder and neck pain, fatigue, headache, stomach problems, lower 
back pain, and sleep disorders. Similarly, Kang, Chiu, Hu, Chen, Lee, and Chang [12] found that employees 
with excessive workload have higher work stress and emotional reactions, such as headache, indigestion, 
and irritability. 

Workloads are diverse demands that cover quantitative, qualitative, mental and physical tasks [13]. 
Haga, Shinoda, and Kokubun [14] describe workload as a level of processing capacity issued during work 
that reflects the power possessed by the demands of the task. A workload is defined as the total amount of 
work that must be done by individuals within a specified period [15]. Workload reflects the number or 
difficulty of one's work which includes any variable [16]. 


The effect of work motivation on work stress 

Gallstedt [17] found that work motivation affects work stress, namely that employees with poor 
work motivation are more susceptible to work stress. This is because work motivation could aid employees in 
solving various challenges, including work stress. According to LePine, LePine, and Jackson [18], high work 
motivation can reduce work stress. Meanwhile, Mathis and Jackson [2] also stated that work motivation 
influences work stress. Similarly, Barney and Elias [19] affirmed that employees with low work motivation 
would easily experience work stress because in the organization some demands and responsibilities must be 
resolved and employees with high level of work motivation will find it easier to complete the task to avoid 
work stress. 

According to Ivancevich [20], work motivation is an attitude and value that influence individuals to 
act in a goal-oriented manner. George and Jones [21] define work motivation as a psychological impulse that 
determines the direction of behavior, grit, and persistence or endurance of employees’ work performance in 
the organization. Work motivation is the encouragement or enthusiasm that arises when a person works 
because of the external stimuli, namely receiving orders from the boss, fulfilling their needs and satisfaction, 
or fulfilling the responsibility assigned by the organization [22]. This study aimed to empirically examine the 
effect of workload and work motivation on work stress in employees at X University. 


2. RESEARCH METHOD 
2.1. Research participant 

The participants in this study are 40 non-educative employees at X University. The selection of 
research participants was randomly drawn using a simple random sampling technique. The criteria of the 
participant in this study are as follows: 1) A non-educational employee at X University. 2) Has permanent 
employee status. 3) Has been working for at least one year. 


2.2. Instruments 

This study collects data using several scales. The work stress scale was arranged according to the 
aspects of work stress by Schultz and Schultz [23], Beehr and Newman [24] and Robbins [25], 
namely physiological, psychological, and behavioral aspects. We used the differential semantic scale model 
for the work stress scale. 

The workload scale refers to three workload categories by Lysaght, et al. [26] namely the number of 
jobs and things that must be done, time and certain aspects of time that must be considered by workers and 
subjective psychological experience of workers. This workload instrument is in the form of a Likert-scale. 

Work motivation was measured using work motivation scale according to Herzberg (Robbin) [25]. 
This scale consists of the following aspects: security, advance, type of work, co-worker, company, pay, 
and hours of work. This scale is also in the form of a Likert-scale. 


2.3. Instrument validity and reliability 

The results of the trial analysis of 30 subjects on the work stress scale obtained the reliability 
coefficient (a) of 0.913 with the corrected item-total correlation ranging from 0.325 to 0.820. 12 items were 
valid and reliable to be used in this study. The results of a trial analysis of 30 subjects on the workload scale 
obtained the reliability coefficient (a) of 0.836 with the corrected item-total correlation ranging from 0.306 to 
0.557. Valid and reliable items that could be used for research were 18 items. The results of a trial analysis of 
30 subjects on the work motivation scale obtained the reliability coefficient (a) of 0.917 with the corrected 
item-total correlation moving from 0.282 to 0.824. In total, 40 items were considered valid and reliable. 
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2.4. Data analysis 

The data analysis was conducted by using parametric statistical methods. Data analysis was 
performed using SPSS 17.0 for windows, through multiple regression technique, a statistical analysis 
technique to determine the effect of workload and work motivation on work stress. 


3. RESULTS AND DISCUSSIONS 
3.1. Testing of assumptions 
3.1.1.Normality test 

Based on the normality test as shown in Table 1, we found that the significance values of work 
stress, workload and work motivation variables were 0.854, 0.211 and 0.868 with p>0.05, indicating that 
each data were normally distributed. 


Tabel 1. Normality test 








Variable K-SZ Score Sig. Notes 
Work Stress 0.608 0.854 Normal 
Workload 1.060 0.211 Normal 
Work Motivation 0.597 0.868 Normal 





3.1.2.Multicollinearity test 
Table 2 shows that workload and work stress have VIF values=1.399 (VIF<10) and tolerance 0.715 
(tolerance>0.1), meaning that there is no multicollinearity between workload and work motivation. 


Table 2. Multicollinearity test 








Variable Tolerance VIF Notes 
Workload 0.715 1.399 No multicollinearity 
Work motivation 0.715 1.399 No multicollinearity 





3.1.3.Heteroscedasticity test 
Based on Table 3 we found that workload has a significance value of 0.939 (p>0.05) while work 
motivation has a significance value of 0.829 (p>0.05). In other words, there is no issue of heteroscedasticity. 


Table 3. Heteroscedasticity test 








Variable Significance P Notes 
Workload 0.939 P>0.05 No heteroscedasticity 
Work motivation 0.829 P>0.05 No heteroscedasticity 





3.2. Regression Analysis 
3.2.1.Partial analysis 

Table 4 shows that the effect of workload on work stress has value of t=1.330 with a significance 
level of p=0.008 (p<0.05), indicating that workload has a very significant affect on work stress. 
The magnitude of the effect of work motivation on work stress has the value of t=2.815 with a significance 
level of p=0.02 (p<0.05), meaning that work motivation also has a significant effect on work stress. 


Table 4. Partial analysis 








Variable t Sig P Notes 
Workload on work stress 1.330 0.008 P<0O.01 A very significant effect 
Work motivation on work stress 2.815 0.02 P< 0.05 A significant effect 





3.3. Multiple Regression Analysis 
Table 5 indicates that workload and work motivation simultaneously has a very significant effect on 
work stress, indicated by a significance value of p=0.000 (p<0.01). 
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Table 5. Multiple regression analysis 
Variable R F Significance Pp Notes 
Workload and work motivation on work stress 0.341 9.578 P=0.000 p<0.01 A very significant effect 











These results indicate that the first hypothesis is confirmed. In other words, work stress can be 
predicted by workload and work motivation. Collectively, the two independent variables contribute 34.1% to 
work stress. The remaining 65.9% is influenced by other variables outside the scope of this study. Based on 
the results of the partial analysis, the second hypothesis is also accepted, indicating that workload affects the 
work stress of employees at X University. A high workload can result in employee work stress. According to 
Leslie and Lyod [27], an extremely high level of workloads will cause physical and mental fatigue and 
emotional reactions such as headache, and irritability. An excessive or low workload can cause work stress. 
The current result is in line with the results of the research by Krantz, Berntsson, and Lundberg [11]. 
They found that there was an effect of workload on work stress of employees. 

Furthermore, our findings also confirmed the third hypothesis, meaning that work motivation has 
a significant positive influence on the work stress of non-educative employees at X University. This result 
contradicts Hsu, Chen, Yu, and Lou [28] who found that partial work motivation does not affect work stress. 
However, the findings in this study were supported by Wallgren and Hanse [29] who discovered that work 
motivation affects work stress, whereby high employee work motivation results in a decrease in their stress 
level and vice versa. According to George and Jones [21], the level of work stress can be predicted based on 
the employees’ work motivation. A sense of security, cooperative coworkers, and appropriate salary will 
reduce the stress level of employees at work even if the employees are faced with various stacked up work. 

Non-educative employees at X University are currently faced with a high level of workload. 
Employees have targets and deadlines that must immediately be achieved to appease various parties such as 
lecturers, employees, and systems run by the university. Continuous new tasks and various work conditions 
causes employees to face many stacked-up works. Additionally, team leaders also demand that the work is 
completed properly and according to the prescribed standards, causing further stress for non-educative 
employees. Work stress on employees is seen physiologically, psychologically and behaviorally when they 
work. The existence of a high level of workload can lead to increased work stress, increasing the need for 
a high motivation to compensate such a burden. Thus, our findings imply that high-level workload must be 
accompanied by high employee motivation to avoid employees from experiencing excessive work stress. 


4. CONCLUSION 

The mental health state of employees is characterized by low work stress, allowing them to be more 
productive at work. Based on our findings, workload and work motivation simultaneously affect work stress. 
Similarly, workload and work motivation independently also has a very significant influence on work stress. 
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